THE INFLUENCE OF LEADERSHIP STYLE ON TEACHERS' JOB MOTIVATION AND SATISFACTION IN THE DRUZE SECTOR OF ISRAEL
Nabila KHEIR-FADDUL¹ & Doina DĂNĂIAŢĂ² DOI: 10.2478 DOI: 10. /tjeb-2019 The present study examines the dominant leadership style of Junior-High school principals in the Druze sector in northern Israel and its influence on teachers' job motivation and satisfaction. A quantitative research based on questionnaires for the teachers was conducted in nine schools. For this purpose, the shortened form of "The Multi-Factor Leadership Questionnaire", the "Teacher Motivation Questionnaire", and five questions which check teachers' job satisfaction were chosen. 224 teachers filled in the questionnaires. Research findings show that the teachers who filled the questionnaires are motivated and satisfied, the transformational leadership style is the most dominant leadership style in the schools; there is a significant positive correlation between transformational leadership style and teacher's job motivation and job satisfaction. Teachers who are part of the management staff are significantly more satisfied with their jobs than teachers who are not. There is a significant difference between the age groups and females on laisser-faire leadership style. Teachers who have been teaching more than 51 years, and are males perceive their principals more laisser-faire than teachers who have been teaching between 31-40 years and are females. The results of this research can be beneficial for the schools. They provide a clear picture to the principals and the teachers. It may strengthen and urge them to set higher goals and visions.
Introduction
The purpose of this research is to focus on the relationship between the leadership style of the school principals, and teachers' job motivation and satisfaction. It is argued that the principal's leadership style has a measurable effect on teachers' job motivation and job satisfaction. Certain leadership styles can have positive effects on the above while others can have negative effects. If principals use effective leadership styles, teachers might be more motivated and satisfied.
Historically, the leadership styles, job motivation, job satisfaction, student achievement, and the organizational culture have widely been researched in the literature. However, these factors have not been researched in the Druze sector. Druze people have their secret religion, their own culture, traditions, beliefs and values, which have been cherished and preserved for a thousand years (Hirsch & Cicurel, 2010) . It is assumed in this research that the Druze sector, whose religion is secret, whose culture, traditions, beliefs and values, and ways of living are unique for them, can have their own organizational culture and the things that can motivate and satisfy the teachers can be special in their case. So, it is important to discover their organizational culture, and the leadership style/s that can be more effective for them and can better motivate and satisfy the teachers.
Also, in today's modern world, where things are changing quickly in all areas of life including education, it is imperative to revisit the influence of the leadership style on teachers' job motivation and job satisfaction and their influence on the student achievement.
The Druze community in Israel is changing from a very conservative community into a much more modern one. They are letting go of some of their traditions, while keeping certain ones (Wiener-Levi, 2008) . The change in certain aspects might lead to some misunderstandings and value conflicts in the Druze community, especially between religious and non-religious people, old people and youngsters (Wiener-Levi, 2008; Court & Abbas, 2015) . Therefore, there is a need to conduct some research to make things clearer and to discover ways to bridge the gaps between traditions and modernization. Another importance is that if there is/are certain leadership style/s that can contribute to increased teacher job motivation and satisfaction, certain programs can be built for school leaders and teachers. Accordingly, leaders can focus on improving teachers' job motivation and satisfaction, and those motivated and satisfied teachers can work on improving their student achievement.
at any time and in any place and accepting God's authority in all acts unconditionally, and submitting to his will (Natoor, 2005 , Abu-Hamdan, 1995 , Court & Abbas 2014 .
The Druze people have been through many difficulties during the thousand years of their existence and could always adapt themselves to the situations. The Druze have kept learning and developing in order to do that. They learned how to protect themselves, how to change and embrace development on the one hand and how to preserve their culture, traditions, and values on the other hand (Court & Abbas 2014) . However, the changes occurred in the world the last three or four decades, the televisions, the computers, and the mobile phones, have been the fastest changes recorded in the history of the Druze religion as well as in the history of mankind. The changes throughout history were gradual and the Druze people could develop and get accustomed to them and succeed in preserving their culture, traditions, and values. However, this is not the case for the last three to four decades (Wiener-Levi, 2008) .
Nowadays, more than ever before, education and higher education have become very important for the Druze people, young adults, and their parents. In the past, the most important education was the religious education. Nowadays, and because of the changes, development, technology and the competition on the most important jobs which require higher education, the Druze community sees that the higher education is the key for economic success and personal fulfillment. It also strengthens them as a minority. "Pursuing higher education means compromising on some religious rules. Yet there is a universal commitment to maintaining the Druze values and way of life. This is a traditional society that, so far, is still deeply grounded in Druze religious values while the younger generation makes the inevitable leap into the future through higher education" (Court & Abbas, 2015, p. 9 ).
The Druze people in Israel live in three main areas: in twelve villages in northern Israel, in two villages in the Carmel Mountains and in four villages in the Hormone Mountains. This research was performed in the Druze Junior High schools in northern Israel.
Teachers' Job Motivation
There is a saying of Robert Schuler regarding motivation: "You cannot push anyone up the ladder unless he is willing to climb himself." (Williams & Williams, 2011, p.2) . Research on teacher's motivation has been developed and widely discussed. Motivation is a term that is used frequently but it is not very well understood. There are over 140 definitions for motivation (George & Jones, 2008) . A well-known definition is "the act or process of giving someone a reason for doing something: the act or process of motivating someone; the condition of being eager to act or work; the condition of being motivated; a force or influence that causes someone to do something" (Merriam-Webster, 1997 ).
Many studies found out that there is a positive correlation amidst student achievement and teacher job motivation (Abazaoğlu1 & Aztekin, 2016) . A teacher who is highly motivated is also highly productive and does his/her best to fulfill the goals of teaching, which are mainly learning and getting high achievements. Highly motivated teachers can do that by enlightening the creativity of students and inspiring them to learn. That way job motivation increases the quality of their work (Ahmad & Rizwani, 2012) . Job motivation helps to do better at work, improves the person's relationships with other stakeholders, improves people's health and makes them able to act properly in all the realms of their lives, improves the quality of their lives and financially it makes them earn more money. Nothing would advance without motivation.
Because of the importance of job motivation in teaching, it has to be the schools' leaders' top priority to motivate teachers in order for them to be enlightened to do their best to improve student achievement. When principals motivate the teachers, teachers become much more interested in spending their resources and abilities in improving their students' achievement (Anyim, Chidi, & Badejo, 2012) . School leadership motivates the teachers and helps building their skills (Alam et al., 2009) . School leaders have a very essential role in motivating the teachers. The positions of the leaders towards their employees determine the behaviors of the employees and their level of motivation (Bar-Haim, 1988 ).
Intrinsic and Extrinsic Motivation
The literature classifies motivation into two types: intrinsic motivation and extrinsic motivation. Intrinsic motivation is a kind of motivation that comes from within the person. Employees who are intrinsically motivated have inner feelings of achievement in their work, and feel that they are doing important and worthwhile things. Intrinsically motivated employees feel that what they are doing is beneficial. The things they do provide them with a sense of achievement and realization. Young professionals in China feel that being able to upgrade their abilities is a crucial source of intrinsic motivation (George & Jones, 2008) . The inner motivation makes the person act for fun or challenge. Motivation to do something comes from within and not due to external pressures or rewards (Al Asad, Dănăiaţă, & Năstase, 2017) .
However, extrinsic motivation is a kind of motivation that drives a person to act and which comes from external sources. People who are motivated extrinsically, are motivated by the remuneration others supply them with, like payments, awards or formal appreciation (Rigopoulou et al., 2011) . Extrinsic motivation is an external motivation that addresses the activities which are performed to achieve promised or attainable rewards. The satisfaction comes from external reasons (Al Asad, Dănăiaţă, & Năstase, 2017) .
A worker can be motivated extrinsically and intrinsically or can have only one kind of motivation. That is why the leaders need to understand the reasons that can satisfy each employee (George & Jones, 2008) . It is important to mention that the behavior of the leader is an extrinsic motivation (Hijazi, Anwar, & Mehboob, 2007) .
Aspects of Intrinsic Motivation
Intrinsic motivation has been researched a lot during the history. That is why too many theories came to explain it. These theories discussed three very important aspects of the intrinsic motivation: self-efficacy, interest, and effort (Visser-Wijnveen et al., 2012) . First, self-efficacy is considered by Bandura (1994, p. 71) as "people's beliefs about their capabilities to produce designated levels of performance that exercise influence over events that affect their lives". Bandura (1994) also said that self-efficacy is very important because it contributes to the ways individuals feel, think, behave and motivate themselves. He also said that the ability of the teachers to generate self-motivation is connected to the outcomes that the teachers expect to arrive at. Self-efficacy is the teachers' perception that they have skills that make them assess the students to learn and even are competent in building effective supportive programs that will, in the end, produce positive changes in student learning (Short & Johnson, 1994; Klecker & Loadman, 1998a) . Self-efficacy is the belief that one acquires the ability to perform their job in good manners (Janssen, 2004) . Second, interest: "Interest is related to intrinsic motivation and is centered around the individual's inherent curiosity and desire to know more about himself or herself and his or her environment" (Dornyei & Ushioda, 2011, p. 95 (Dornyei & Ushioda, 2011) .
Job Satisfaction
Job satisfaction is essential for succeeding in the job. It is an indicator of the degree of the need for fulfillment experienced by an individual; a dynamic construct which equates to how an individual feels about his/ her job (Dinham & Scott, 1998) . Iyer and Bejou, 2004 (as cited by Kirakosyana & Dănăiaţă, 2014) mentioned that satisfaction and Loyalty are connected. Mosawi and Mohamed, (2016) said that job satisfaction increases the level of faithfulness as well as commitment to the organization which the person works for, and guides to better consequences both for the worker and for the organization. It increases organizational commitment and the feeling of responsibility that an employee has towards the organization (Gaertner, 1999) .
Acceding to the research there is a positive correlation between leadership style and job Satisfaction. The leader, who supports the employees, understands them and cares about their feelings, can get their confidence, support and satisfaction with their work. Satisfaction can be achieved when the leader shows the feeling of friendship at work, support, help, and understands their problems and their points of view without relying on official authority (Mosawi & Mohamed, 2016) . The leaders' behaviors have important effects on teachers' job satisfaction (Bogler's, 2001) . Leaders who delegate authority as well as share information with the teachers cause higher levels of job satisfaction Nguni et al. (2006) .
Leadership Style
Leadership is a significant and complicated topic. It might be the most researched topic in the entire field of social sciences. Yukl, 1989 mentioned that about 10,000 books and articles were written about leadership until 1989. Since then more and more research, books and article have been written on leadership. Notwithstanding that, there is still a need to be researched in depth because there are still many things to learn about leadership (Dyck & Neubert, 2007) . School leaders have influence on everything and everybody in the schools they run. They influence student achievement (Bredeson, 1989; Newmann & Wehlage, 1995) , teachers' job satisfaction (Asif et al., 2016) , the schools' organizational culture (Bass, 1985) . Too many theories were held about leadership styles. One of them is "The Model of Full Range of Leadership" (Avolio & Bass, 1991; Bass, 1985) , which is composed of three leadership styles: Transformational Leadership, Transactional Leadership and laisser-faire leadership style.
Transformational Leadership Style
Transformational Leadership is defined as a way of guiding people that uses high levels of passion, energy, and enthusiasm to make changes in individuals, societies, and systems (Northouse, 2004) . Transformational leaders rely on charismatic, inspiring, stimulating behavior to motivate, excite and push the employees to change, to be creative, innovative, and challenging; encourage them to define problems and solve them in creative ways; provide consultation, guidance, and support to each employee separately. Following this, they enable them to be developed to higher professional levels and to reach significant achievements in their work (Hallinger, 2003 , Louis et al., 2010 .
Transformational leaders support and encourage the employees and care for their needs; concentrate on uplifting the willing of the employees to change and arrive at better results. These leaders also boost teamwork (Dyck & Neubert, 2007) . Transformational leaders educate and motivate employees to make decisions (Barnett, Marsh, Craven, 2005) . Transformational leadership effects job satisfaction positively (Bogler, 2001 , Nguni et al., 2006 . Yukl (1989) proposed that the employees whose leaders are transformational might show trust, feel admiration, loyalty, and respect for their leaders; feel motivated to do more than expected (Barnett, Marsh, Craven, 2005) . The primary focus of transformational leaders is being personally highly committed to organizational goals; invest extra effort, capacities, and productivity and show great willingness to accomplish the organizational goals (Leithwood, 1994; Leithwood, Jantzi, & Steinbach, 1999; Bass, 1985; Nguni et al., 2006) . These employees are very motivated. Their motivation makes them called business or rewarding more willing to invest additional energy and to be more committed both to the leader and to the organization (Nguni et al., 2006) . Transformational leaders motivate the workers. Motivation makes employees more eager to invest extra energy and be more committed to the leader and the organization (Nguni et al., 2006) . Being transformational leaders, who inspire, support and stimulate the teachers, can have a constructive impact on teacher motivation and satisfaction (Griffith, 2004; Leithwood & Jantzi, 2005) .
Transactional Leadership Style
Transactional leadership is also called business or rewarding leadership. It is considered as an exchange process (Miller & Miller, 2001) . The relations between teachers and principals are positioned upon giving and taking: exchanging valuable sources. Leaders focus on fair exchanges with organizational members to motivate them to achieve established goals; set clear goals; try to keep things smooth and efficient; and make sure to take the need of the employees and the needs of the organization into consideration (Dyck & Neubert, 2007) .
Transactional leaders perform "give and take" exchange relationships to make the workers do their best. The subordinates receive positive and negative rewards from the leaders depending on the degree of harmony of their performance with their objectives (Kuhnert, 1994) . Some limitations of this style are: the worker do their job only to get immediate rewards, the interaction between the leaders and teachers is limited to the exchanged transaction (Miller & Miller, 2001) , the subordinates of the transactional leaders aim to please them in order to get their needs (Kuhnert, 1994) . Transactional leadership behaviors have weak to no significant effects on job satisfaction (Nguni et al., 2006) . No high goals are aspired for (Nguni et al., 2006) . Transactional leaders seek to maintain the status quo (Bass, 1985) . Burn (as cited by Nguni et al., 2006) suggested that the transformational leaders can motivate the employees only extrinsically.
Laisser-Faire Leadership Style
Laisser-Faire style is defined by Luthans, 2005 (as cited by Al Asad, Danaiata, & Nastase, 2017) as neither taking responsibilities nor making decisions. The most outstanding features of this style is avoidance. Leaders avoid making decisions or taking actions (Al Asad, Danaiata, & Nastase, 2017, p. 364) . Laisser-Faire leaders avoid taking responsibility and are absent when needed. They minimize their involvement in the decision-making and let the subordinates decide on issues for themselves. This style is potential when the workers are fully competent to make their own decisions (Bass,1998) . This leadership style is characterized by the "taking no action" behavior. It is expressed in neglecting the responsibility and the authorities that are involved in the roles of leaders; for example, avoiding to take a position, to make decisions and taking of take any action which is necessary to perform the duties and tasks of the leaders (Bass, 1998). 3. The research methodology
The Logic Behind Choosing the Hypothesis of the Research
It is assumed in this research that the Druze schools need transformational leaders. That is because the transformational leadership can answer the needs of the Druze community which are: first, to contribute in protecting the Druze culture, beliefs. traditions and values (Falah, 2000) ; second, to help the students to succeed in the ongoing changing world (Falah, 2018) ; third, to help in making the necessary changes to enable Druze people to follow the new fast changing world (Court & Abbas 2014) ; fourth, to take part in improving student achievement so the Druze students, as a minority, can succeed in school and in the future (Court & Abbas, 2015) ; and fifth, to support the teachers to acquire all the skills needed to answer the needs of the students and of the society (Wiener-Levi, 2008) . The leaders cannot do so alone. They need the help of the teachers who are in direct contact with the students (Christie, Thompson, & Whiteley, 2009 ). Teachers need job motivation and job satisfaction and then it is easy to make them utilize their best abilities to increase student achievement (Toll, 2010) leaders can assist by better motivating and satisfying the teachers. Accordingly, it is assumed that the transformational leadership style is suitable for the Druze community and it is the style used by the principals in their schools.
The Research Questions and Hypotheses Question 1:
What leadership style is being practiced the most in Junior High Schools in the Druze sector as perceived by the teachers?
Hypothesis of question 1:
The transformational leadership style is the most practiced leadership style in Junior High Schools in the Druze sector as perceived by the teachers.
Question 2
What is the relationship between school principals' leadership styles and teacher job motivation?
Hypotheses of question 2
Hyp.2a. Teachers in schools where the principals practice mostly the transformational leadership style will be more motivated than teachers in schools where the principals practice mostly the transactional leadership style.
Hyp. 2b. Teachers in schools where the principals practice mostly the transformational leadership style will be more motivated than teachers in schools where the principals practice mostly the "laisser-faire" leadership styles.
Hyp. 2c. Teachers in schools where the principals practice mostly the transactional leadership style will be more motivated than teachers in schools where the principals practice mostly the "laisser-faire" leadership style.
Question 3
What is the relationship between school principals' leadership styles and teacher job satisfaction?
Hypotheses of question 3
Hyp. 3a. Teachers in schools where the principals practice mostly the transformational leadership style will be more satisfied than teachers in schools where the principals practice mostly the transactional leadership style.
Hyp. 3b. Teachers in schools where the principals practice mostly the transformational leadership style will be more satisfied than teachers in schools where the principals practice mostly the "laisser-faire" leadership styles.
Hyp. 3c. Teachers in schools where the principals practice mostly the transactional leadership style will be more satisfied than teachers in schools where the principals practice mostly the "laisser-faire" leadership style.
The Research Tools
Three tools were used to collect data from the teachers with regard to the ways they perceive their job satisfaction, job motivation and the leadership style of their principals. For the purpose of collecting data from the teachers regarding their job satisfaction, the researchers used five questions. These questions were taken from the Mitsav (2017). For the purpose of collecting data from the teachers regarding their ways of perceiving their principals' leadership styles, the shortened version of "The Multi-Factor Leadership Questionnaire", was used. This shortened version was validated by Kurland 2006 and others (as cited by . For the purpose of collecting data from the teachers with regard to their ways of perceiving their job motivation, "The "Teachers' Motivations Questionnaire" was used (VisserWijnveen, et al., 2012) .
The shortened version of "The Multi-Factor Leadership Questionnaire" includes 28 items. This questionnaire was applied in many schools in Northern Israel . The shortened "Multi-Factor Leadership Questionnaire" consists of items that check three leadership styles: "the transformational leadership style, the transactional leadership style, and the laisser-faire leadership style." This questionnaire was used by Al Asad for its suitability to the community in Israel as it was found by Kurland, 2006 (as cited by Al Asad, 2017).
For the purpose of collecting data from the teachers regarding the ways they perceive their job motivation, "The Teachers' Motivations Questionnaire" was used. This questionnaire was developed and validated by Visser-Wijnveen et al., (2012) . This questionnaire checks three aspects of the intrinsic motivation which are: first, interest; second, effort; and third, selfefficacy. The questionnaire checks three kinds of self-efficacy, the first is personal efficacy which is "the expectation that a teacher has about his or her personal teaching abilities"; second, "the outcome efficacy which is the expectation that someone has with respect to their own influence on student learning"; and third, "the teaching efficacy which is the expectation of the influence which teaching, in general, has on student learning". Figure 10 which is adapted from the research of Visser-Wijnveen, et al., (2012) illustrates the structure of the questionnaire. In addition to the three surveys there was a demographic section that checked personal and professional background data: gender, age, seniority in education, being or not being part of the management staff, and the teachers' educational background.
Procedure
The survey was conducted over three months: from October till the middle of December 2018 in the Junior High Schools in the Druze sector in northern Israel. The sample size for this study consisted of 224 staff members from nine different schools. The questionnaires were distributed to most of the schools' staff who attended in the days when the questionnaires were distributed. Some teachers did not agree to fill it in, others took the questionnaires and later did not bring it back. 316 copies were distributed. 224 copies were collected.
The Reliability of the Questionnaire
The teacher job satisfaction questions have high reliability (Cronbach alpha, α=0.82). "The Multi-Factor Leadership Questionnaire", scale has high reliability (Cronbach alpha, α=0.73). "The Motivation Questionnaire" has high reliability (Cronbach alpha, α=0.81).
Tools used for Analysis of the Questionnaire Data
Data analysis was carried out using the Statistical Packages for Social Sciences (SPSS) version 25. Simple descriptive statistics including means and standard deviations were performed to explain and summarize the demographic characteristics of the respondents. In addition, mean scores for Likert scale questions were calculated: "Multi-Factor Leadership Style Questionnaire" was calculated on 5-point Likert scale questions. "Teacher satisfaction questions" and the "Teacher Motivation Questionnaire" were calculated on 4-point Likert scale questions. For the purpose of answering research questions and testing the related hypothesis, Pearson r correlations were used, where Alpha was set at (0.05) level of significance for testing.
In order to analyze the questionnaires, bivariate statistical correlations were performed, which included correlation tests using Pearson's coefficients between the leadership styles questionnaire, the motivation questionnaire, and the satisfaction questions. Furthermore, the effect of the demographic characteristics on the motivation was tested using independentsamples T-test. A confidence level of 95% was taken for all tests. Besides, some hypotheses were tested using One-Sample T-test.
Discussion and analysis
This chapter is comprised of the discussion of the hypotheses of the study relying on the three surveys that were conducted. It also comprises of a discussion of the results.
Discussion of the Hypotheses Hypothesis One:
There is a significant difference between the transformational leadership style and the transactional leadership style. According to the result of "The Multi-Factor Leadership Questionnaire", the transformational leadership style is significantly higher (t=18.582, p<0.001). The results appear in the next table: There is a significant difference between transformational leadership style and the laisserfaire leadership style. Transformational leadership style is significantly higher (t=21.487, p<0.001) (see the next table). There is a significant difference between transactional leadership style and the laisser-faire leadership style. Transactional leadership style is significantly higher (t=11.361, p<0.001) (see the next table). Hypothesis Two:
Hyp. 2c. Teachers in schools where the principals practice mostly the transactional leadership style will be more motivated than teachers in schools where the principals practice mostly the "laisser-faire" leadership style. According to the model described by Visser-Wijnveen, Stes, and Petegem, the three factors of the intrinsic motivation: efficacy, interest and effort, were checked in the questionnaire (Visser-Wijnveen, Stes & Petegem, 2012) . These three factors lead to teacher's motivation. The average of the three factors that were checked in the "Teacher motivation Questionnaire": self-efficacy, interest, and effort was calculated. Thus, teacher job motivation is the mean of all of the variables of "Teacher Motivation Questionnaire."
To check these three hypotheses, the correlation coefficients were calculated. There is a significant positive correlation between transformational leadership style and teacher's job motivation (r= 0.28, p_value<0.001, see Table 32 ). In addition, there is a significant negative correlation between transactional leadership style and teacher job motivation (r=-0.2, p_value<0.005, see Table 32 ). Thus, according to these correlations, it is inferred that hypothesis 2a is reinforced.
In addition, there is a significant negative correlation between the laisser-faire leadership style, and teacher's job motivation (r=-0.3, p_value<0.001, see Table 32 ). Since there is a significant positive correlation between transformational leadership style and teacher's motivation, we can infer that hypothesis 2b is reinforced.
The negative correlation between the laisser-faire leadership style and teacher's job motivation is lower than the negative correlation between the transactional leadership style and teacher's motivation. Thus, we can infer that Teachers in schools where the principals practice mostly the transactional leadership style will be more motivated than teachers in schools where the principal practice mostly the "laisser-faire" leadership style. Thus, hypothesis 2c is reinforced.
Table 4. Correlations Coefficients Between Leadership Styles and Motivation

Transformational
Pearson Correlation .280 ** Sig. (2-tailed) .000
Transactional Pearson Correlation -.300 ** Sig. (2-tailed) .003
Laisser-faire Pearson Correlation -.280 ** Sig. (2-tailed) .000
Hypothesis Three:
To check these three hypotheses, the correlation coefficients were calculated. There is a significant positive correlation between transformational leadership style and teacher's job satisfaction (r=0.268, p_value<0.001, see Table 33 ). In addition, there is a significant negative correlation between transactional leadership style and teacher's job satisfaction (r= -0.17, p_value<0.05, see Table 33 ). Thus, according to these correlations, it is inferred that hypothesis 3a is reinforced.
There is a significant negative correlation between the laisser-faire leadership style, and teacher's job satisfaction (r=-0.172, p_value=0.005, see Table 33 ). Since there is a significant positive correlation between transformational leadership style and teacher's job satisfaction, we can infer that hypothesis 3b is reinforced.
The negative correlation between the laisser-faire leadership style and teacher's job satisfaction is lower than the negative correlation between the transactional leadership style and teacher's job satisfaction. Thus, we can infer that teachers in schools where the principals practice mostly the transactional leadership style will be more satisfied than teachers in schools where the principal practice mostly the laisser-faire leadership style. Thus, hypothesis 3c is reinforced. .000
Transactional Pearson Correlation -.169 ** Sig. (2-tailed) .003
Laisser-faire Pearson Correlation -.172 ** Sig. (2-tailed) .000
The analysis of the demographic characteristics shows that there are no significant differences between the groups of ages on teachers, years of experience, certificates, and different subjects on teachers' job motivation or teacher's job satisfaction. in addition, there are no significant differences between the above on transformational and transactional, leadership styles. It seems that there are no significant differences in the demographic characteristics apart from three significant differences: first: there is a significant gender difference in laisser-faire leadership styles were males reported more laisser-faire style more than females (t=0.027, p<0.05). second, there is a difference in satisfaction between teachers who are part of the management members and teachers who are not. Teachers who are management members are significantly more satisfied with their jobs (t=3.882, p<0.01). and third, there is a significant difference between the age groups on laisser-faire leadership style(F(3,220)=4.327, p<0.05).
Comparative Discussion with other researches
According to the findings, the teachers who filled the questionnaires are satisfied and motivated. The results of the multi-factor leadership/ satisfaction/ motivation questionnaires show that the transformational leadership style is the most dominant leadership style in the Druze schools. It also shows that there is a significant positive correlation between transformational leadership style and teacher's job motivation and job satisfaction. The employees whose leaders are transformational are motivated to do more than they are expected to do (Barnett et al., 2005; Nguni et al., 2006) . Transformational leadership affects job satisfaction positively (Bogler, 2001 , Nguni et al., 2006 . It causes to deeper job satisfaction (Griffith, 2004; Hirsch et al., 2006b; Leech & Fulton, 2008; Finnigan, 2012) . School leadership is expected to provide motivation as well as build certain skills of school teachers (Alam et al., 2009 ). The teachers can have a comfortable relationship with the principals who encourage, motivate and satisfy them (Adoegun & Olisaemeka, 2011) . Satisfaction is one of the most fundamental values of the Druze people (Natoor, 2005) . Satisfaction as a value for the Druze people can be one of the reasons for teacher satisfaction together with the use of the principals to the transformational leadership styles and other variables.
According to the results of the "Multi-Factor Leadership Questionnaire", there is a significant strong positive correlation between values and transformational and transactional leadership styles and a significant negative correlation between important values and laisser-faire leadership style. The principals who were perceived more transformational or transactional leaders talk with the teachers about the important values based on their own point of view and take into account the ethical and values implications for their decisions.
The results of the "Multi-Factor Leadership Questionnaire" indicate that the transformational leadership style is the most dominant style in the Druze junior high schools. Many Druze values can strengthen this result: "loyalty, honesty, fairness, forgiveness, patience, respect, modesty, being friendly, the feeling of belonging, communication, tell the truth, justice, development and adaptation to the new circumstances, cohesion, courage, security, being educated and to learn how to change and prosper while maintaining their culture, traditions and values" (Natoor, 2005 , Abu-Hamdan, 1995 , Court & Abbas 2014 . The transformational leaders share the above Druze values, which accordingly the leaders enable their subordinates to be developed to higher professional levels and to reach significant achievements in their work (Hallinger, 2003 , Louis et al., 2010 . The Druze people have specific goals. They focus on changing and prospering while preserving their culture, traditions and values. Transformational leaders focus both on developing the employees and on the goals of the leaders, followers, and organization" (Bass, 1985) . Transformational leaders concentrate on uplifting the willing of the employees to change and arrive at better results (Dyck & Neubert, 2007) . The transformational leaders care for the values of their subordinates and the organization. Their actions align with the core values of the organizational culture Nguni et al., (2006) .
According to the results of the "Multi-Factor Leadership Questionnaire", there is a significant strong positive correlation between values and transformational and transactional leadership styles and a significant negative correlation between important values and laisser-faire leadership style. The principals who were perceived more as transformational or transactional leaders talk with the teachers about the important values based on their own point of view and take into account the ethical and values implications when making decisions.
According to the result of the multi-factor leadership/ motivation / satisfaction questionnaires, teachers who are part of the management staff are found to be significantly more satisfied with their jobs than teachers who are not. This could be explained by the fact that the teachers who are part of the management staff can make more decisions; they can have more impact and control over the things that are going on in the school. Teachers who can have more impact on their schools are considered more satisfied (George & Jones, 2008) . There is a significant difference between the age groups and the laisser-faire leadership style. According to Tuckey's post hoc contrast, there are differences between teachers who have been teaching for more than 51 years and teachers who have been teaching for 31-40 years. The positive aspects of the laisser-faire leadership can be implied here because there are no significant differences between the groups of ages on teachers' job motivation or teacher's job satisfaction. One interpretation can be that the principals rely on older teachers. Another interpretation can be that these teachers feel more experienced and responsible because of their life gained experience and that is why their principals seem not to interfere in their work. The laisser-faire is very good when teachers are competent and prepared to work on their own in solving problems, and prove to the principals that they are capable of doing so.
Another finding is that there is a significant gender difference in laisser-faire leadership styles were males reported more laisser-faire style than females. This finding can be interpreted and understood in a few ways. Since the laisser-faire leadership style has positive and negative implications, depending on how the principals use it, it is worthwhile to look at the motivation and satisfaction of both males and females. If the females are more motivated and satisfied, the differences can be interpreted while seeing the aspects of the laisser-faire leadership negatively. However, if there are no differences between males and females concern teacher job motivation and job satisfaction, this can imply the existence of the positive laisser-faire leadership style. According to the results, there were no significant gender differences on teachers' job motivation (t=0.79, n.s), and teachers' job satisfaction (t=0.144, n.s). This result can guide us to think of the significant gender differences in laisserfaire leadership styles were males reported more laisser-faire style more than females in positive ways. First, the principals tend to rely more on the male teachers and give them more responsibilities, this way the teachers will feel more independent and that the principals do not interfere in their work. One interpretation can be that the principals rely more on males because the Druze culture is parental. This gives more responsibility and reliability to the males, and the principals treat the male teachers accordingly. It could be that the males tend to depend on themselves in making decisions. It could be the value of the Druze people of protecting and honoring women. Women have special status among the Druze people. Another reason could be that the principals give them more attention as a sign of respect and willing to help. The males are perceived and expected to take responsibilities and act accordingly. And the principals perceive that the females are the ones who need more help and guidance.
Al arrived at a similar result that there "are significant differences between perspective of males and females towards the laissez-faire leadership. Males have voted that their principal is more laissez-faire than females have." (Al Asad, 2017. P. 120). According to Al Asad "these differences can be explained by the woman status in Bedouin society and by the sexual law of women according to the customs and traditions of Bedouin society which makes women important to the honor and dignity of the family, tribes and Bedouin society, and thus enjoys of high protection under the traditional Bedouin law, and any violation of women will lead to revenge by members of the male tribe. These codes, probably affects the principals' behavior towards female teachers. In this case, the principal acts as male kin of the female teachers, he protects and supports them in their work ambience more than the male teachers" (Al Asad, 2017. P. 120 ). This finding is important for the current research. It shows the similarities between the ways both the Druze and the Bedouins treat women. The question that arouses is: is this finding true for the Druze and the Bedouin communities only, or it is found in other communities? This can be a question for another future research.
Conclusion and recommendations
Conclusions
From the discussion of the data collected through the questionnaires distributed to the teachers in the Druze Junior High Schools in northern Israel, the study came to the following conclusions: The most dominant leadership style of the principals is the transformational leadership style. The second leadership style is the transactional leadership style, while the lowest or less used style is the laisser-faire leadership style. There is a significant positive correlation between transformational leadership style-which is the dominant style-and teacher's job motivation and job satisfaction. The dominant leadership style of the principals is the transformational leadership style. That is positively related to the high motivation and satisfaction that the teachers expressed in the questionnaires.
The transformational leaders and the Druze culture have certain similar values: trust, openness, growth, empathy, commitment, loyalty, respect, the feeling of belonging, communication, development and adaptation to the new circumstances, and to learn how to prosper. Values are used to characterize the organizational culture (Schwartz, 2012) . Understanding the culture helps to understand the leadership style (Bass, 1985; Gülşen, & Gülenay; . The Druze values and the leadership styles of the principals match. One element can predict the other.
The research results can contribute a lot to the schools that participated in the study and can make the principals more aware of their influence on teachers' job motivation and satisfaction. It is recommended to give the results to the schools to guide them when setting their goals. The information obtained in this study and the positivity that appears in the questionnaires provide the principals and the teachers with data to establish much more positive relationships within the schools; to aspire for higher levels of excellence and the results can be guidelines for the principals to understand how the teachers perceive the principals' leadership styles. The results of this research can be taken and consequently to
Summary of the Present Paper
The purpose of this study was to analyze the relationship between the leadership style of the school principals, and teachers' job motivation and satisfaction. The research was conducted between October and December 2018 in nine Druze Junior High Schools in northern Israel. 224 staff members filled in the questionnaires. The results show that the most dominant leadership style in these schools is the transformational leadership style. The second is the transactional and the third is the laisser-faire leadership style. In addition, the results show that there is a significant positive correlation between transformational leadership style and teacher's job motivation and satisfaction; and a significant negative correlation between transactional and transformational leadership styles and teacher job motivation and satisfaction.
From these results it is can be concluded that the teachers are motivated and satisfied. It was concluded so because there is a positive correlation between the transformational leadership style-which is the dominant style-and teacher's job motivation and job satisfaction. The results show that the Transformational leadership style and the Druze people share many values. The Druze people need transformational leaders and that is what they have. The transformational leadership style answers the needs of the Druze people.
Recommendations for Future Research
Future research could include an expanded area, conducting the same survey in non-Druze schools in northern and southern Israel to see if there can be found similarities or differences due to religion, region, culture and values.
Another research we are visualizing is to perform the same survey in Druze schools found in other areas or countries to check if they might reflect different results according to the region, or that the results could be the same due to sharing the same values, and traditions.
This study could be conducted in elementary and high schools to check whether leadership perceptions, job motivation, and job satisfaction differ at these levels; in addition to principalteacher relationships, the relationships between teachers and students could be addressed.
